Abstract
Introduction
When an organization manages human resources, the issue of job satisfaction often arises. According to Colquitt et al. (2013) , employees' job satisfaction is an emotion aroused from one's judgment on a job or an experience of his or her job. In other words, it is how an individual perceives his or her job and what he or she thinks about his or her job. Job satisfaction holds importance as it has both positive consequences (if the employee is satisfied with his or her job) and negative consequences (if the employee is dissatisfied of his or her job). Kreitner & Kinicki (2013) stated that when an employee is dissatisfied of his or her job, there is a high chance that he or she will show a negative attitude towards his or her job, for example, increased absenteeism, turnover, feeling stressed out, and lowered performance. On the other hand, an employee's job satisfaction brings about positive consequences in the form of positive attitude that goes hand in hand with job satisfaction, for example, increased motivation, work engagement, organizational commitment, organizational citizenship behaviour, and performance. Saks (2006) explained that the employee's work engagement influences job satisfaction. If work engagement is established, one of the consequences possibly occurs an employee's satisfaction with his or her job. Employee's engagement is an important concept to be developed by an organization within the last 20 years. According to Bedakar & Pandita (2014) , an organization uses this concept as its strategic partners in its business, with work engagement will leave the sense of wealth in the job.
Robbinson & Judge (2017) defined work engagement as an extent to which an individual feels engaged, satisfied, and enthusiastic about his or her job. Work engagement is an umbrella covering various consequences in work as well as other variables that may support the organization to achieve its goals. In general, it is arguable that the idea of creating a positive attitude in an employee in working and maximizing what he or she has at the same time will open employee engagement. Kahn (1990) explained that one would be engaged in his or her work when the job gives him or her psychological meaningfulness, psychological safety, and psychological availability. The psychological meaningfulness dimension means that one feels the sense of return of investment in work or performance. This dimension is closely related to work design. Some things points can arouse the sense of meaningfulness in work, one of which is a task. Tasks or works that may evoke a sense of meaningfulness are those that pose a challenge to the employee, require varied abilities, encourage creativity, allow autonomy, and is accompanied with clear procedures. The perceived organizational support may create the psychological safety dimension. The psychological safety dimension refers to an employee's sense of ability to show his or her self in work and lack of fear of negative consequences that can arise from his or her performance. An organization's members feel at ease in their work environment when the organization allows openness and gives supportive encouragement to them, which is only possible when the organization gives social encouragement. Eisenberger et al. (2001) added that perceived organizational support refers to one's general belief that his or her organization appreciates his or her contribution and cares about his or her well-being. It is arguable that the employee believes that the organization is concerned and cares about his or her welfare, and for this reason, he or she will pay back with engagement with his or her work or organization. Kahn (1990) argued that the psychological availability dimension could forge self-efficacy in an employee. The psychological availability dimension is the sense of ownership of physical, emotional, and psychological sources one requires for self-investment in performing a job. Meanwhile, Robbinson & Judge (2017) stated that this dimension could be achieved when an employee has confidence in his or her status or ability to handle a job. Self-efficacy refers to an individual's confidence in his or her abilities and capabilities to perform a task. It is arguable that self-efficacy can fill the psychological availability condition, which later leads to employee engagement to his or her work.
P4TK in the arts and culture field is an organization under the government with the main function of fostering, developing, and improving the competence of teachers of vocational high school-art and craft group across Indonesia. It is arguable that the roles and tasks of P4TK are quite vital for the development in the arts and culture field in Indonesia. Hence, P4TK must be able to manage employees' job satisfaction so the members can work properly. Based on the results of performance evaluation in the List of Civil Servant Work Conduct (DP3) of P4TK, there were decreases in the performance of P4TK employees from 2015 to 2016 in some indicators of P4TK employees work behaviour, including P4TK employee commitment that decreased by 15.5% or 47 out of 303 employees had decreased commitment; service orientation that decreased by 2.6% or 8 employees had decreased service orientation; decreased integrity that decreased by 6.6% or 20 employees had decreased integrity; employee discipline that decreased by 6.6% or 20 employees had decreased discipline; and employee cooperation that decreased by 5.6% or 17 employees had decreased cooperation.
The levels of work engagement and job satisfaction of P4TK employees are presumed to have yet to be well-established. They are not satisfied with their job, and thus, show negative attitudes such as decreased commitment, service orientation, integrity, discipline, and cooperation between employees. Concerning the problem and relationship above mentioned, it can be said that employees' job satisfaction is assumed to have resulted from their engagement with their work, while the employees' engagement with their work is assumed to result from the job characteristics, perceived organizational support, and self-efficacy. Given the importance of job satisfaction of employees in P4TK and how important it is to engage employees with their job, as well as the relationship explained above, this research was conducted.
Literature Reviews
Job characteristics. According to Hackman & Oldham in Bohlander & Snell (2013) , job characteristics model is a work design theory comprising three psychological conditions (work experience meaningfulness, accountability for work outcome, and knowledge of work outcome) perceived by an individual for improving performance and internal motivation and lowering absenteeism and turnover. The core components of job characteristics are skill variation, task identity, task significance, autonomy, and feedback. Perceived Organizational. Support. Rhoades & Eisenberger (2002) explained that perceived organizational support is an employee's general belief about the extent to which an organization appreciates his or her contribution and care about his or her welfare. The organizational support perceived by the employee has meant that what he or she has invested in the organization will be rewarded and appreciated by the organization, showed by the organization's care about his or her well-being, consistency between goal and value of the organization and the employee, organization's concern about the employee, organization's concern about the employee's opinion, an organization's willingness to assist the employee, give forgiveness, and give opportunity.
Self-Efficacy. Kreitner & Kinicki (2013) defined self-efficacy as one's belief in his or her chance of completing a given task successfully. The calculation of self-efficacy involves cognitive assessment of the interaction between his or her ability and situational opportunity as well as an existing obstacle. In short, Bandura (1997) argued that self-efficacy perceived is not focused on the level of ability one has, but on his or her belief in conducting activities in various circumstances. Self-efficacy measurement scale consists of three main components, namely level, generality, and strength.
Work Engagement. According to Schaufeli, et al. (2002) , work engagement refers to the behaviour of an employee who devotes him-or herself completely to his or her job. In other words, engagement is defined as the sense of the usefulness of a member of an organization in his or her work. When feeling engaged, an employee will devote and express his or her physique, cognition, emotion, and mentality. Work engagement is contrary to burnout attitude. That being said, work engagement is a positive attitude of an employee toward his or her work, which consists of vigour, dedication, and absorption.
Job Satisfaction. Job satisfaction reflects the extent to which an individual favours his or her job. Kreitner & Kinicki (2013) defined job satisfaction as an effective or emotional response to different aspects of a job. This definition implies that job satisfaction is a relative concept rather than an uniter concept. An individual may be satisfied with an aspect of a job and dissatisfied with another aspect. According to Smith, Kendall, & Hulins in Collquit et al. (2013) , there are some aspects of the job that may create job satisfaction, namely satisfaction with salary, satisfaction with promotion, satisfaction with direct supervisor, satisfaction with colleagues, and satisfaction with work.
Influence of Job Characteristics, Perceived Organizational Support, and Self-Efficacy on Work Engagement According to Kahn (1990) , one will feel engaged to his or her work when he or she is under a psychological condition in which he feels the sense of meaningfulness, safety, and availability when working. One will feel the sense of meaningfulness when the task given to him or her is full of challenges, is varied, encourages creativity, allows autonomy, and the objectives and procedures of which are well-explained. Additionally, meaningfulness can be achieved when there are role characteristics and interactions during work. Meanwhile, the psychological condition safety can be achieved when there are a social system, interpersonal relationship, group dynamics, managerial style, and organizational norm. As for psychological condition availability, it can be achieved when there is a gap to which one can contribute, emotional energy that can be poured into the work, level of confidence in one's status and abilities, and a work that may affect others. According to Saks (2006) , perceived organizational support and job characteristics have a significant effect on or can predict the presence of work engagement. He also stated that both variables significantly affect work engagement and organizational engagement. The results of the research by Akingbola & Van Den Berg (2010) showed that when an employee is engaged in every work activity, receives works requiring unique competencies, and receives an opportunity to participate in decision making, he or she will feel a significant sense of engagement with the work and non-profit organization as he or she perceives the work to be meaningful for public interest, and there is a consistency between his or her value and that of the organization. The results of research by Kittredge (2010) also showed that job characteristics have a significant relationship with work engagement. Krishnan et al. (2015) explained that when an organization gives a work that can provide motivation and leave a social impact, the employee will feel attached to his or her work.
The results of the research by Rich (2010) showed that perceived organizational support has a positive, significant effect on work engagement, in which case, an employee will feel engaged to his or her work if he or she perceives organizational support as high. The research by Burns (2016) also showed similar results, where perceived organizational support serves as an independent variable as well as a predictor of work engagement. In their research, Jin & McDonald (2016) proved specifically that there is a positive relationship between perceived organizational support and work engagement. Unlike the above research, the research by Nusantria (2012) showed that perceived organizational support has a positive, albeit insignificant, effect on work engagement. He found that the variable perceived organizational support has a positive effect on the work engagement of the employees of PT Telekomunikasi Indonesia Semarang. The results of the research by Yakin & Erdil (2012) showed that selfefficacy has a significant effect on work engagement, and confidence has a significant, positive effect on the entire dimension of work engagement. The research by Scaufeli & Salanova (2007) also found that self-efficacy has a positive, significant effect on work engagement and that selfefficacy is a perfect predictor of work engagement. According to Sukmawati et al. (2015) , personal resources that include self-efficacy has a direct effect on work engagement. Kahn (1990) argued that one would be engaged to his or her work under psychological conditions of meaningfulness, safety, and availability.
According to the abovementioned relationships, the following hypotheses are proposed: H1a: Job characteristics influence work engagement. H1b: Perceived organizational support influence work engagement. H1c: Self-efficacy influence work engagement. H1d: Job characteristics, perceived organizational support, and self-efficacy influence work engagement.
Influence of Job Characteristics, Perceived Organizational Support, and Self-Efficacy on Job Satisfaction
The results of the research by Hauff et al. (2015) showed that job satisfaction is influenced by many factors, including interesting work and good relationship between an employee and his or her manager as well as colleagues. Based on the abovementioned relationships, the following hypotheses are proposed: H2a: Job characteristics influence job satisfaction. H2b: Perceived organizational support influence job satisfaction.
H2c: Self-efficacy influence job satisfaction. H2d: Job characteristics, perceived organizational support, and self-efficacy influence job satisfaction.
Influence of Work Engagement on Job Satisfaction
Saks (2006) proved that when work engagement and organizational engagement arise, job satisfaction can result. Both work engagement and organizational engagement influence or predict job satisfaction. The results by Ramos & Almeida (2017) showed that work engagement has a positive, significant effect on job satisfaction. The regression analysis results of the research by Mache et al. (2014) proved that work engagement has a positive, significant effect on job satisfaction and life quality of surgery specialist clinic employees in Germany.
According to the abovementioned relationships, the following hypothesis is proposed: H3: Work engagement influences job satisfaction.
Direct or Indirect Influence among Job Characteristics, Perceived Organizational Support, and Self-Efficacy on Job Satisfaction or Through Work Engagement
Saks (2006) proved that employees' work engagement might mediate the relationship between job characteristics as well as perceived organizational support and job satisfaction. This research also proved that the effect of job characteristics and perceived organizational support on job satisfaction decreased from 42% to 15% after variable work engagement was added. In other words, the direct effect of variables job characteristics and perceived organizational support on job satisfaction was higher than their direct effect through work engagement. Yakin & Erdil (2012) found that self-efficacy affects not only work engagement but also job satisfaction. This research proved that work engagement mediates the relationship between self-efficacy and job satisfaction.
Based on the abovementioned relationships, the following hypothesis is proposed: H4: The direct influence (job characteristic, perceived organizational support and self-efficacy on job satisfaction) is greater than the indirect influence (job characteristic, perceived organizational support and self-efficacy on job satisfaction through work engagement).
Research Methods
Job characteristics (X1). In this research, job characteristics are defined as a core dimension of a work assigned to an employee, with indicators skill variation, task identity, task significance, autonomy, and feedback (an extent to which information about work outcome is provided directly and clearly). Perceived Organizational Support (X2). In this research, perceived organizational support is defined as the perception on the extent to which an organization evaluates an employee's contribution and is concerned about his or her well-being, with indicators the organization's concern about the employee's well-being, consistency between the organization's goal and value and those of the employee, the organization's concern about the employee, the organization's willingness to assist the employee, the organization's willingness to give forgiveness, and the organization's willingness to prove the employee with opportunitiesself-efficacy (X3). In this research, self-efficacy is defined as an employee's confidence or belief in his or her ability to organize, perform tasks, achieve goals, produce something, and take action to demonstrate a given skill. There are three main components of self-efficacy measurement scale, namely strength, generality, and level. Work Engagement (Z). In this research, work engagement is defined as a positive attitude arising in an employee toward his or her work, with indicators high mental strength and resilience in work, desire to strive earnestly in work, persistent in facing hardship, enthusiasm in work, work's ability to inspire, work's ability to invoke pride, meaningfulness in the work, challenges posed by the work, the state of being engrossed in work, focus in work, the sense that time passes by in a blink of eye during work, and heavy feeling to release his or herself from work which leads him or her to be unaware of his or her surrounding. Job Satisfaction (Y). In this research, job satisfaction is defined as a good emotional state caused by an employee's judgment on his or her work or experience of a work, with indicators decent amount of salary, salary amount that satisfies expectation and wish, ability of salary to meet needs, fair promotion policy, decision on promotion based on expertise and capacity, promotion regularly applied by the organization, challenges posed by work, interesting and fun work, and the necessity to use critical skills in work.
Research Population and Sample
The population of this research consisted of employees at above grade 5, numbering 163 employees.
Types of Data Needed
The data needed to be primary and secondary data. The instrument used in this research was questionnaires. The answers provided for every question were designed in the Likert Scale to test how strongly respondents agreed with the statements, and this scale consisted the following four points, namely 1 = strongly disagree, 2 = disagree, 3 = agree, and 4 = strongly agree.
Results of Research Instrument Testing
The instrument used in this research was questionnaires. The validity and reliability of the instrument used were tested. 
Results of Classical Assumption Test
The results of Multicollinearity test showed a Variance Inflation Factor (VIF) value of below 10 and a tolerance value of greater than 0.10. In other words, the regression model used in this research did not contain any multicollinearity signs. The results of the Heteroscedecity test showed that the significance value was beyond 0.05; thus the points were spread randomly in no particular pattern. This means that the regression model proposed in this research did not show any heteroscedasticity sign.
Analysis Methods
The data in this research were processed using descriptive and inferential statistics, and the research models were simple and multiple linear regression. The hypothesis testing used F test, ttest, and Sobel test.
Results and Discussions
In this research, questionnaires were distributed to all employees with a grade greater than five at P4TK, numbering 163. The number of questionnaires returned was 101 (61.91%), all of which could be used as a data source and could be processed in this research. Table 1 showed that the variable job characteristics had a mean value of 2.98 (high). According to Saks (2006) , work design with job characteristics model will invoke the sense of work meaningfulness, which will trigger the sense of engagement in employees with their job. The variable perceived organizational support had a mean value of 2.83 (high). Rich (2010) argued that perceived organizational support would have a positive, significant effect on work engagement, and the employees will feel more engaged with their job if they perceived the organizational support as high. The variable self-efficacy had a mean value of 3.12 (high).
Robbins & Judge (2017) argued that the higher the levels of self-efficacy of an individual, the higher the levels of his or her confidence in his or her ability to achieve success. Therefore, with higher levels of self-efficacy, employees are expected to be more confident in executing and completing their tasks, be more active, and be able to handle challenges or hardship in their job. The variable work engagement had a mean value of 3.02 (high). The results of the research by Mache et al. (2014) proved that work engagement had a positive, significant effect on job satisfaction, both satisfaction with life and satisfaction with the job. The variable job satisfaction had a mean value of 2.94 (high). Kreitner & Kinicki (2013) stated that when an employee feels dissatisfied with his or her job, there is a high likelihood that he or she will show negative attitudes toward his or her job, for example, increased absenteeism, increased turnover, he or she becomes stressed, and decreased performance. In another perspective, there are some positive consequences resulted from job satisfaction. These positive consequences are in the form of positive attitudes that go hand in hand with the employees' satisfaction, for example, improved motivation, improved work engagement, increased organizational commitment, better organizational citizenship behaviour, and increased performance. 
Influence of Job Characteristics on Work Engagement
The results of this study showed that there is a significant positive influence of job characteristics on job engagement. The results of this study are in line with Saks' study (2006) indicated that job characteristics become strong predictors of the emergence of work engagement. Employees with high job characteristics will feel more attached to their work. The results of this study also supported the results of research by Kittredge (2010) , which also stated that job characteristics have a significant relationship to work engagement. When the employee of P4TK Arts and Culture Yogyakarta feels that his job is a meaningful job, knowing how far he becomes the key to the quality of the unit work, and knowing the extent of his good or bad work, then the employee sense of work engagement will occur. When employees are engaged in every work activity, being assigned to jobs that require unique competencies, being given the opportunity to participate in decisions, this will create the sense of employee's engagement to work. This is supported by the research results of Akingbola & Van Den Berg (2017) which concluded that employee job satisfaction is significantly due to their meaningful work for the public interest and the appropriateness of the employee value with the value carried by the organization.
Influence of Perceived Organizational Support on Work Engagement
The results of this study indicated that there is a positive influence that is not significant perceived organizational support to work engagement. The results of this study strengthened the research by Nusantria, (2011) which stated that the perceived organizational support is positive but not significant to the work engagement, there is a positive influence of perceived organizational support variable to work engagement. The results also strengthened research by Saragih et al., 2013 which stated in hierarchy regression analysis results that the perceived organizational support is positively related but not significant to the work engagement both engagement to organization and engagement to his work.
However, the results of this study are not in line with Rich's research (2010), which stated that the perceived organizational support has a positive and significant effect on the emergence of work attachment, the employee will feel more attached to his work if the perception felt by the individual is high. This study also does not support the results of Burns (2016) research which stated that the perceived organizational support has a positive and significant effect on the attachment of work, the perceived organizational support becomes the independent variable and the predictor of the emergence of work engagement. Likewise, it is not in line with Jin & McDonald's (2016) research which proves that specifically it is found that there is a positive relationship between the perceived organizational support and work engagement. The differences in the results of this study with these studies occurred at the level of significance of the influence of perceived organizational support variable to work engagement. This may be due to the differences between this study and previous studies. First, the difference in the number of respondents used. Second, the theory used, and third, its analysis tool. To reveal the cause of the insignificant results on the relationship between perceived organizational support to employee attachment to the employee, we added qualitative data obtained from interviews with the Head of Sub-division and Personnel of P4TK of Arts and Culture of Yogyakarta, Mr Machludin Budiyanto. From the interview result, it can be concluded that the individual in P4TK already loves his work especially individuals who deepen the art and culture both from educational backgrounds and individuals who are involved in the arts such as music, craft, batik, and others. P4TK employees with art and cultural backgrounds are different from individuals working in other organizations precisely in the administrative section where every day it is related to paper and writing.
From the above statement, it is mentioned that art people work because they are having fun and have a deep interest in work. Even if they work without being paid, they will still feel happy and serious in completing the work. P4TK employees already know that the salary is a reward that the organization will give them if they can complete the targets of the Employee Performance Goals of each individual so that the main thing is how they work well and love their work, not from the rewards given after they finish their work. It is suspected to be the cause there is no significant effect between the perceived organizational support the work engagement.
According to Eisenberger et al. (1986) , employees who feel high organizational support tend to give positive attitudes to their work, with a certain amount of material or social rewards, employees respond with more contributions to the organization.
Influence of Self-Efficacy on Work Engagement
The results of this study indicated that there is a significant positive influence of self-efficacy on work engagement. The results of this study are in line with the Yakin & Erdil's research (2012) that found that self-efficacy significantly affects work engagement, confidence has a positive and significant relation to the overall dimension of work engagement. This study also supported the study of Schaufeli & Salanova (2007) which stated that self-efficacy has a positive and significant effect of the emergence of work engagement, self-efficacy is a very suitable predictor to generate work engagement. This research also supported the research of Sukmawati et al. Employees with high self-efficacy will be more confident in doing and completing the task, more active, and able to handle challenges or difficulties in the work. According to Mache et al. (2014) , high self-efficacious self-employment survives even in completing tasks the challenges keep coming. Robbins & Judge (2017) argued that the higher the level of individual self-efficacy the higher a person's confidence level on his ability to achieve success.
Influence of Job Characteristics Perceived Organizational Support, and Self-Efficacy on Work Engagement Influence of Self-Efficacy on Work Engagement
The results of this study indicated that work characteristics, perceived organizational support, and self-efficacy have a significant positive influence on work engagement. The results of this study are in line with Kittredge (2010) research which stated that job characteristics, perceived organizational support and self-efficacy have a positive relationship to work engagement. The results of this study also support the research Saks (2006) which stated that the characteristics of work and the perceived organizational support is the antecedent emergence of work engagement, Job Characteristics and perceived organizational support has a simultaneous effect on the emergence of work engagement.
The results of this study revealed that when there is a psychological condition of meaningfulness of work (resulting from work characteristics), psychological conditions of safety (resulting from the perceived organizational support), and psychological conditions availability (resulting from self-efficacy) then an employee P4TK Art and Culture Yogyakarta will bring a sense tied to the work which will create a positive employee attitude to work or organization. This is in line with Kahn (1990) who explained that someone would be bound to his work if there are psychological conditions of meaning, psychological conditions of security, and psychological conditions availability. P4TK employees Art and Culture Yogyakarta feel attached to their work when their work is designed with job model work characteristic design, the availability of support from the organization, and individual beliefs about ability and competence.
Influence of Job Characteristics on Job Satisfaction
The results showed that there is a significant 
who found that the important factors to drive job satisfaction consisted of interesting work, good relationships between employees and managers and colleagues in the workplace. Employed workers challenge, jobs identified from start to finish, jobs with major internal or external environmental impacts, are autonomous in completing work, and given clear information about the work or performance will elicit a positive perception of the organization, so that they driven and motivated to work harder, when they are satisfied with their work then in doing the next job they will give better performance.
Influence of Perceived Organizational Support on Job Satisfaction
The result of this study showed that there is a significant positive impact on perceived organizational support toward job satisfaction. Nevertheless, Rhoades et al., (2001) suggested that an employee who has high perceived organizational support feels that whenever they need support related to the job or other things associated to their life, the organization is always willing to help, besides, the perceived organizational support also gives certainty to the employees whom organization will help to do their job effectively and efficiently. Chiang & Hsieh in Hasan et al., (2014) argued that whenever the organization gives support to the employees, they will feel appreciated and respected, nevertheless when the employees feel that the organization supports them, the employees will improve their working performance and become more persistent. Based on this mutual principle, the employees who have perceived organizational support will not only help the subordinates and colleagues but also improve their performance and their satisfaction. The perceived organizational support felt by the employees of P4TK Art, and Culture Yogyakarta emerges a positive attitude between them and their job, so an intrinsic motivation will come out which later will initiate the employees always to work better. The employees will feel satisfied when the organization always encourages and assists them in the scope of the work.
Influence of Self-Efficacy on Job Satisfaction
This research showed that there is a significant positive influence of self-efficacy toward job satisfaction. This research strengthens the research of Kuru & Katsaras (2016) stating that there is no significant correlation between job satisfaction and the self-efficacy. This research is also congruent with the research of Duggleby et al. (2009) arguing that the self-efficacy does not have a significant effect on job satisfaction. Moreover, Kuru & Katsaras (2016) proposed that there is no significant effect on self-efficacy and job satisfaction. In this research, however, it was proven that there is no correlation between the job satisfaction and self-efficacy variable owned by the nurses in Greece. Furthermore, the research of Kuru & Katsaras (2016) added that an individual would feel satisfied with his/her job due to some work elements such as the satisfaction of the salary as the expectation, and the location was chosen where the nurses work (service point) as the expectation of those nurses. Also, Kuru & Katsaras, (2016) also added that the small total of the sample mainly caused the result.
However, this research is different from the research of Borgogni et al., (2013) who stated that the self-efficacy has a positive and significant effect on job satisfaction. An individual who is confident of his/her competence and believes that he/she can control his/her job will fell more satisfied with his/her job. This result of this study is also different from the research of Lai & Chen (2012) who concluded that that self-efficacy has a positive relationship toward job satisfaction. Moreover, an individual with high self-efficacy will have superior experience and skill where those factors can elevate the job satisfaction and employee's performance.
The amount of the research respondents probably causes the differences of this research with the previous researches. Besides, according to FIlho et al., (2001) , if the total of research respondents and the complexity are getting higher, then the estimation of the statistic will be consistent. In addition, the determination of the random sample with the big sample total will decrease the data variability level so the research will be more bias and efficient. By increasing the sample size, the effect discovered statistically will be significant in the huge sample size where most of the effects will be significant.
In order to disclose the result of insignificant result of the relation between the self-efficacy toward job satisfaction of the employees, we added qualitative data obtained through interview result of the Head of the Department of Administration and Employment of P4TK institution of Art and Culture Yogyakarta, namely Mr Machludin Budiyanto. From the interview result, it is concluded that the job satisfaction of the employees of P4TK Art and Culture Yogyakarta is achieved when the internal target of the employees was accomplished well, the practical result done by the employees can be used by the customer, and the institution can fulfil its function and the task. Besides, the employee will feel satisfied with their job when the organization, one of them reward them is remuneration.
Influence of Job Characteristics Perceived Organizational Support, and Self-Efficacy on Job Satisfaction
The result of this research showed that collectively, the variable of job characteristics, perceived organizational support, and self-efficacy have a positive and significant influence on job satisfaction. This result of this research supports the research of Saks (2006) stating that job characteristics consisted of five job dimensions and the organization's support have a simultaneous effect on the occurrence of job satisfaction. The organization factors and selfpersonal factors have collective impacts on job satisfaction. Likewise, when the organization designs a job with the job characteristics model, the organization concerns the employee's welfare accompanied with high self-confidence owned by the employees, then they will feel satisfied with their job. Moreover, when an individual is given more responsibility for the completion of their duty and job, an individual will feel more satisfied with their job. The organization's support affects the positive attitudes emerged by the employees toward their job, one of them is job satisfaction. Lai & Chen (2012) also explained that the higher the confidence of the employees of their competence and skill in completing their job, and the confidence that they can face any challenge, barrier, and obstruction that appear when they perform their job is, the higher the job satisfaction felt by the employees.
Influence of Work Engagement on Job Satisfaction
The research of this result identified that there is a positive and significant influence between work engagement and job satisfaction. This result is in line with the research of Ramos & Almeida (2017) explaining that work engagement has a positive and significant effect on job satisfaction. It is furthermore supported by the research of Mache et al. (2012) proving that work engagement has a positive and significant effect toward the satisfaction of employees either life satisfaction or job satisfaction. The higher the work engagement possessed by the employee is, the higher the outcome of the job. The work engagement can increase the employees' concentration when they complete their duty, perform their job, and grow a commitment toward the institution. The impact of employees' work engagement furthermore is closely related to the organizational variable such as job satisfaction. The more the employees are engaged in their job, the more satisfied the employee is. It is congruent with the opinion of Saks (2006) stating that employee's work engagement (engagement toward work and organization) has a positive and significant relationship toward the occurrence of job satisfaction. Also, to that, an employee who has a deep concentration toward the job has dedication and spirit that makes them persistent in overcoming a problem and considers that their job is a meaningful job and always keeps the focus and concentration in accomplishing their job.
Path Analysis
Based on the result of the path analysis result, the data showed that the result of this path analysis in this research showed that there is a direct bigger effect between the job characteristics and perceived organizational support toward the job satisfaction rather than the indirect effect through work engagement. Moreover, there is an indirect bigger effect between self-efficacy and job satisfaction through work engagement.
Thus, this research supports the research of Saks (2006) proposing that the direct effect of job satisfaction and perceived organizational support toward job satisfaction is bigger than the indirect effect of job characteristics and organization's support perception toward job satisfaction through job engagement. The result of this research also supports the research of Yakin & Erdil (2012) saying that there is a work engagement mediation effect between the efficacy relation and job satisfaction.
Source: Output, primary data processed 
Conclusion and Suggestion
The result of this research concluded that first, job characteristics and self-efficacy partially have positive and significant effects on work engagement. Meanwhile, the organization's support perception partially has an insignificant yet positive effect on work engagement. Collectively, the job characteristics, the perceived organizational support, and the self-efficacy have a positive and significant effect toward the work engagement. Second, the job characteristics and perceived organizational support have a positive yet insignificant effect on job satisfaction. On the other hand, self-efficacy has a positive yet insignificant effect on job satisfaction. Collectively, the job characteristics, the perceived organizational support, and the self-efficacy simultaneously have a positive and significant effect on job satisfaction. Third, work engagement has a positive and significant effect on job satisfaction. Fourth, the job characteristics and the perceived organizational support affects directly, while the self-efficacy indirectly affects the job satisfaction through work engagement.
For employees, based on the result of this research, it is suggested that: first, it is expected that staff can maintain their self-confidence of competence and skill. Second, staff should be able to create and maintain a supportive working environment. Third, staff should be able to build teamwork and support each other orally toward the colleagues either in trouble or not.
For managers of the organization, it is suggested that: first, creating a comfortable and supportive working environment for the job performed by staff is crucial. Secondly, leaders must act as a good model and have time to assist staff when they have problems to complete their duties. Third, staff should be empowered to complete their job in the best possible manner. Fourth, a fair promotion policy should exist based on the skills needed in filling the position.
Future researchers are expected to: first, additional factors that affect the work engagement which cannot be found in this research, namely emotional intelligence, leadership and work condition variable. Second, additional factors that affect job satisfaction which cannot be found in this research, such as the variable of the working environment, employees' teamwork, status, and organization culture. Third, add the respondent amount.
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